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Women are playing an increasingly important role in the management 
field nowadays, both in private and public sectors. Unfortunately, women are 
by tradition stereotyped to be less competent leaders. They are perceived less 
favourably when compared with their male counterparts even when similar 
leadership style is used. In order to gain advancement in an organisation, 
female managers have to demonstrate their ability to supervise the activities of 
their subordinates like their male counterparts, make their subordinates satisfied 
and capable of performing effectively under their leadership. 
As researches have shown that subordinates' satisfaction and their 
perceived effectiveness with supervisors vary with gender of both the 
supervisors and subordinates as well as leadership style, we tried to explore the 
relationship among these factors in this study. We hope that the study can shed 
some lights to managers on the suitable leadership style when they encounter 
subordinates of different sexes. 
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The Hong Kong business management, like other parts of the 
world, is by tradition dominated by men. However, Hong Kong society has gone 
through drastic changes over the past two decades. The role of women in society 
has becoming more important. With the increasing opportunities for women to 
acquire advanced education and training, and the increasing number of young 
women with work experience and no small children, many women have entered 
into the business world and succeeded in attaining top positions in management. 
As far as the government sector is concerned, there is an increasing 
trend of women occupying key positions. Despite the proportion of female civil 
servants remains at 30 - 34% of the total establishment for the past 10 years, 
senior female officers [i.e. those with monthly salary equivalent to Master Pay 
Scale Point 45 ($67,480) or above] accounted for 22% of the total senior officers 
ofthe same rank, in 1996. The figure was only 11% in 1984 and 17% in 1990. 
When female directorate officers are taken into account, the figures were 8%, 
12% and 20% for 1984, 1990 and 1996 respectively. 
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Despite the rise of women in management, many individuals still 
believe, or stereotype, that men are better leaders than women. Even the same 
leadership behaviours are used, they may be perceived less favourably when 
performed by a woman than by a man. In order to gain advancement in an 
organisation, female managers therefore have to demonstrate their ability to 
supervise the activities of their subordinates like their male counterparts, make 
their subordinates satisfied and capable of performing effectively under their 
leadership. 
Researches have shown that subordinates' satisfaction and their 
perceived effectiveness with supervisors in fact vary with gender of both the 
supervisors and the subordinates (Rosen & Jerdee 1973; Petty & Miles 1977; 
Ferber, Huber & Spitze 1979) as well as leadership style (Churchill, Ford & 
Walker 1976; Tyagi 1982; Teas 1983; Hater & Bass 1988). 
The purpose of this study is therefore to explore the relationship 
between job satisfaction and perceived effectiveness of subordinates to various 
leadership styles when used by supervisors under different sex combinations. Six 
leadership styles under the transaction and transformational leadership as 
proposed by Bums (1978) and Bass (1985) will be used. A questionnaire survey 
has been conducted with officers at managerial ranks in the government sector as 
target respondents. The results will be analysed and discussed, with reference to 
the findings in literature review. Finally, some recommendations will be made 
on how further studies can be conducted. 
3 
CHAPTER 2 
TRANSACTIONAL AND TRANSFORMATIONAL LEADERSHIP 
Notions of transactional and transformational leadership were 
introduced by Bums (1978) and Bass (1985), which implicitly incorporates trait 
and behavioural style considerations in describing alternative methods of 
leadership. 
A transactional leader recognises followers' needs and desires and 
then clarifies how those needs and desires will be met in exchange for enactment 
ofthe followers' work roles. Such leaders are instrumental in providing rewards 
to followers contingent on their performance, thus strengthening performance-
outcome expectancies (Vroom 1964). The clarification of task requirements may 
also contribute to subordinates' confidence that with some degree of effort, they 
can succeed in accomplishing their assignments and fulfilling their roles. 
There are two dimensions in transactional leadership, viz. 
contingent rewards and management by exception. 
Contingent rewards is compatible with the model of expectancy 
theory in that leaders rely on contingent reinforcement to motivate their 
subordinates. Roles are clarified and pre-determined level of performance (either 
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formal or implied) is set. Reward contingencies will be strengthened ifthe goals 
are fulfilled. The rewards for goal accomplishment can be in the form of 
tangibles such as pay increases and promotion, or intangibles like recognition and 
praise. Conversely, leaders can react to poor performance with negative 
contingent reinforcement methods such as reduced bonus, reassignments, 
demotion, etc. 
The second dimension in transactional leadership is management 
by exception. Leaders who practise management by exception observe 
subordinates' performance from afar and become personally involved in their 
activities only when negative deviations from the expected course of action are 
observed. The philosophy of this type of leader is : "When you are doing okay, 
you will hardly know I am around. But when you begin to slip, I will be right 
next door." (Jolson et al. 1993). Management by exception may involve a 
simple, helpful suggestion for improvement, detailed instructions for reversing a 
negative trend or stiff punishment such as reduced compensation. 
Transactional leaders' focus is on how to best keep the system 
running for which they are responsible, reaching to problems generated by 
observed deviance, looking to modify conditions as needed and remaining • 
mindful of the organisational constraints within which they must operate ( Bass 
1985). In simple terms, transactional leadership can be viewed as a contract 
between leaders and subordinates. Through an exchange process, goals for both 
parties, which are usually of short-term focus, could be achieved. 
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Transformational leadership, on the other hand, recognises the 
existing needs in potential followers, but tends to go further. Transformational 
leaders are more proactive in their thinking, more innovative in ideas and less 
inhibited in ideational search for solutions ( Bass 1985). They arouse heightened ) 
awareness and interests of subordinates, increase their confidence and move them 
gradually from concerns for existence to concerns for achievement and growth. 
This style involves the process of shaping subordinates into what the leader 
wishes them to be. 
There are four recognisable characteristics in transformational 
leadership, viz. charisma, inspiration, intellectual stimulation and individualised 
, consideration. The four characteristics are not mutually exclusive. In fact, many 
transformational leaders use a combination ofthem. 
Charismatic leaders are characterised by their own self-confidence, 
extraordinary determination, power and capability. They have insight into the 
needs, values and hopes of their followers and have the ability to build on these 
needs/values/hopes through dramatic and persuasive words and actions and unite 
their followers to fulfil their expectation (Bass 1985). Charismatic leaders also 
have idealised vision which provides their followers a challenge and a motivating 
force for change through innovation and unconventional means (Conger & 
Kanungo 1987). Such leaders set a role model for followers and through their 
use of impressive management and stimulation of high expectation help 
followers build commitment for the organisation's mission (Bass 1985). 
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Bass (1985) classified inspirational leadership a subfactor within 
charismatic leadership behaviour in a sense that it "emotionally arouses, 
animates, enlivens and even exalts followers and their efforts". However, 
inspiration can be self-generated and does not have to stem from charisma. It 
involves arousal and heightening of motivation among followers that occurs 
primarily from charismatic leadership. Inspirational leaders instil confidence in 
followers, encourage volunteerism and experimentation to see whether an idea 
will work. They also stimulate performance and extra effort with open and 
informal communications. Yukl and Van Fleet (1982) defined inspirational 
leader behaviour as "stimulates enthusiasm among subordinates for the work of 
the group and says things to build their confidence in their ability to successfully 
perform assignments and attain group objectives." 
Leaders who use intellectual stimulation has the ability to 
transform their subordinates into constructive thinkers. They arouse their 
followers' problem awareness and challenge them by rejecting conformity, 
introducing them to new ways of thinking and encouraging them to use new 
approaches and imagination for solving old and continuing problems. 
Intellectual contribution of a leader is particularly important when an organisation 
faces ill-structured rather than well-structured problems as it leads to the 
transformation of the organisation (Mitroff 1978). 
Leaders who use individualised consideration personalise their 
interaction with subordinates and are responsive to their needs (Bass 1985). Such 
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leaders take the form of supervision that occurs face to face with subordinates. 
Through ongoing communication with subordinates, leaders with individualised 
consideration behaviour can uncover/understand subordinates' problems (both 
emotional and operational), recommend them solutions, evoke their commitment 
and devotion, encourage their self-development and eventually transform them. 
This type ofleadership usually involves coaching, counselling and mentoring and 
is especially useful to subordinates at lower levels. 
Bums (1978) suggested that transactional and transformational 
leadership are at opposite ends of the same leadership continuum and leaders can 
either be transactional or transformational, but not both. Bass (1985), however, 
proposed that these two leadership styles are somewhat complementary and both 
can potentially be displayed by the same leader. He saw transactional leadership 
to be augmented by transformational leadership in its influence on leadership 
effectiveness. In fact, many supervisors use elements of both in effecting 
optimum performance from subordinates (Waldman et al. 1990; Jolson et al. 
1993). 
As far as gender of leaders is concerned, Rosener (1990) noted that 
female managers nowadays are more characterised by transformational 
leadership while male managers by transactional leadership. Rosener found in 
his survey that men view job performance as a series of transactions with 
subordinates, exchanging rewards for services rendered or punishment for 
inadequate performance. They are also more likely to use power that comes from 
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their organisational position and formal authority. Women, on the other hand, 
tend to involve subordinates through concem and care. They exercise their 
power to interpersonal skills instead. Rosener called this "Interactive leadership" 
in which women manage in a win-win situation by encouraging participation, 
sharing power and information, enhancing other's self-worth and getting others 
excited about their work. 
Rosener explained that women's use of"Interactive leadership" has 
its roots in socialisation. Traditionally, women are expected to be wives and 
mothers and are supposed to be supportive, understanding and co-operative. 
When they enter into the business world, they tend to find themselves in positions 
consistent with the roles they play at home. In addition, women's lack of formal 
authority and control over resources lead them to find other ways to accomplish 




Previous researches have established some gender-related 
associations between various components of transactional and transformational 
leadership and subordinates' satisfaction and their effectiveness. The sections 
below are findings by various scholars. 
Contingent Rewards 
Contingent rewards leadership style relies on contingent 
reinforcement to motivate subordinates. It is viewed as the basis of effective 
leadership, without which subordinates will not put forth minimum effort 
(Waldman, Bass & Yammarino 1990). Some studies in organisational behaviour 
show that job satisfaction and performance are enhanced when superiors praise 
and reward subordinates for acceptable performance (Podsakoff & Todor 1985). 
Cherrington, Reitz & Scott (1971) found that rewarded subjects in their studies 
reported significantly greater satisfaction than non-rewarded subjects. 
Furthermore, the subsequent performance of the appropriately reinforced subjects 
(i.e. rewarded high performers and non-rewarded low performers) was 
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significantly higher than that of the inappropriately rewarded subjects (i.e. 
rewarded low performers and non-rewarded high performers). Greene (1973) 
also found that merit pay caused satisfaction, though does not cause performance. 
A research done by Rosen & Jerdee (1973) indicated that 
evaluations of the efficacy of certain supervisory styles are influenced by the sex 
of the supervisors and subordinates. A reward style is rated more effective for 
male supervisors than for female ones. This suggests that leadership approach 
involving rewards is more appropriate and successful for male supervisors, 
regardless the sex of subordinates. 
Comer et al. (1995) found that performance effectiveness of males 
related most strongly to the managers' use of a style characterised by contingent 
rewards, while the performance of their female counterparts was unaffected or 
even slightly diminished. Schul, Remington 8c Berl (1990) also studied the 
relationship between the use of contingent rewards and the job satisfaction as 
well as work motivation of male and female subordinates. They found that both 
male and female are satisfied with their leaders' specification of performance in 
the administration of rewards. However, contingent rewards had little effect on 
either male or female's overall work motivation. While contingent rewards did 
positively influence female's extrinsic work motivation, it had no effect on 
male's extrinsic work motivation or either gender's intrinsic work motivation. 
Reif, Newstrom & St. Louis (1976) studied reward preferences 
from the perspective of subordinates of different sexes. They found that there are 
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significant differences between male and female employees' perceptions of 
rewards. Male employees at higher organisational levels view intrinsic rewards 
as more important than do males at lower levels. Male employees at lower 
organisational levels are more dissatisfied with various rewards and consider 
them significantly more important than their female counterparts. With the 
exception of esteem for managers at lower organisational level, there are no 
significant differences in the way men and women perceive higher-order rewards, 
such as autonomy, self-actualisation and social needs. It was also found that 
female managers at middle organisational level consider security to be more 
important than men. Reif et al. (1976) suggest that the differences in men and 
women's responses to various rewards could be used by management for 
reinforcing productive work behaviour. 
Management By Exception 
In a management by exception system, subordinates have little or 
no contact with their managers and only receive feedback when things go wrong 
rather than right. Jaworski & Kohli (1991) found that positive feedback serves an 
informational and a motivational fixnction and has a significant effect on 
salespeople's performance and satisfaction. In contrast, negative feedback serves 
an informational function, but not a motivational function, and improves 
performance to a relatively small extent. Interestingly, Jaworski & Kohli (1991) 
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found that while negative feedback is unlikely to increase satisfaction of 
subordinates, it does not reduce it either. 
When gender of subordinates is taken into account, Schul et al. 
(1990) found that appropriately administered punishment (i.e. contingent 
punishment) has little bearing on job satisfaction of both male and female 
subordinates. However, it enhances male's overall intrinsic and extrinsic work 
motivation. For females, contingent punishment only enhances their intrinsic 
work motivation. It was also found that non-contingent or indiscriminate 
punishment behaviour negatively influences both male and female subordinates' 
job satisfaction and work motivation. For males, non-contingent punishment 
affects their role stress and self esteem which in tum reduces theirjob satisfaction 
and task motivation. For females, non-contingent punishment reduces their 
satisfaction with interpersonal relationship but increases their pay satisfaction. 
Schul et al. (1990) believed that females seem less disturbed than males by 
arbitrary punishment behaviour used by their supervisors, which might be due to 
female's lower job expectation, higher job uncertainty in view of role conflict 
and sex discrimination, etc. However, the effect of gender of managers was not 
considered in these studies. 
When gender of managers was taken into account, Comer et al.'s 
studies (1995) on leadership style of female sales managers found that the 
difference in the way "Management by exception" style related to the selling 
effectiveness of male and female sales persons was very dramatic. Management 
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by exception used by female managers seems to be associated with diminished 
effectiveness of the saleswomen. Saleswomen flounder, while salesmen thrive, 
when they are left to their own devices and receive only negative feedback from 
their managers. The analysis suggests that it might be more appropriate/effective 
when males report to female who use "Management by exception" leadership 
style. 
Charisma 
Charismatic has been theorised as being central to the 
transformational leadership process. Charismatic leaders exhibit genuine 
confidence in their followers, activate their right mental attitudes including 
positive thoughts and self-esteem, which in tum leads to enhanced performance. 
Waldman et al. (1990) found that charismatic leadership could achieve a 
heightened level of effort and performance and lead to greater leader 
effectiveness. 
Previous researches suggest that charismatic leadership style is 
preferred by male supervisors as compared to their female counterparts. Heinen 
et al. (1975) explained that it is due to the fact that the accepted role for a typical 
woman is one who is dependent, non-aggressive and lacking in charisma. As a 
result, female leaders who have strong achievement drives may suffer from an 
internal conflict if they are to be aggressive and would usually condition 
themselves to the ideal sex role identity in view of the cultural norms (i.e. non-
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charismatic). Heinen et al. (1975) also concluded that the non-preference of 
charismatic leadership style by females is due to their doubts about their own 
ability and competence. 
Despite Heinen's above findings, Comer et al. (1995) noted that if 
charismatic style is used by female leaders, they will be more admired by female 
than by male subordinates. It might be because charismatic female leaders serve 
an important role model for their female subordinates but intensify the traditional 
status/sex role conflict for male subordinates. Similar findings were observed by 
Bartol & Wortman (1975) who noted a significant correlation between a female 
subordinate's productivity and satisfaction level with female supervision whereas 
no such correlation is found when the subordinates are male. 
Eagly, Makhijani & Klonsky,s (1992) studies shown that when 
women's leadership or management is carried out in stereotypically masculine 
styles, such as charismatic, autocratic and non-participative, they are devalued 
relative to their male counterparts. The devaluation is stronger when female 
leaders occupy male dominated roles and when the evaluators are men, which is 
similar to the findings by Bartol & Wortman (1975). Eagly et al. (1992) 
explained the phenomenon by the fact that if women are to fulfil people's 
expectations concerning leadership, they violate conventions concerning 
appropriate female behaviour. As a consequence, women in leadership roles may 
be devalued relative to their male counterparts. Also, when women are placed in 
leadership positions, the traditional societal gender hierarchy is upset. Males 
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might have more to lose by approving female leadership because their status vis-
a-vis women will decline. Thus, male subordinates may be more prone than 
female ones to reject female leaders. 
Inspiration 
Although female leaders have been found to be more skilful than 
males as encoders and decoders of emotions, Callan & Noller (1987) found no 
evidence of any significant differences in the impact of inspirational leadership 
upon male versus female subordinates. Comer & Jolson (1991) however 
believed that female, in contrast to male, are more likely to need inspirational 
leadership style especially in case of grievances and slumps. 
Intellectual Stimulation 
Intellectual stimulation enhances performance through an impact 
on the mind rather than through emotions as in inspiration. This leadership style 
is especially important when an organisation is facing difficulties or problems 
that threaten its survival (Bass 1985). A number of studies on leadership styles in 
the salesforce indicated that intellectual stimulation has a positive effect on the 
supervision satisfaction and effectiveness ofboth males and females (Jolson et al. 
1993). 
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Mai-Dalton & Sullivan (1981) suggested that male subordinates 
are more appreciative of an intellectually stimulating supervisor as they are more 
likely to be assigned with challenging tasks. In contrast, female subordinates 
have relatively fewer opportunities to use creativity, create change or cope with 
important situations or high level responsibilities as indicated in the research 
results of Ohlott, Ruderman & MaCauley (1994). Female subordinates also feel 
that they are given job assignments with lower visibility (Rosen, Templeton & 
Kichline 1981) and their managers allow them fewer opportunities to initiate, 
disclose and discuss their opinions than males (Callan 1993). As a result, it 
would appear that female subordinates will have fewer contact and fewer chances 
to share their ideas with intellectually stimulating supervisors and receive 
feedback. This in tum leads to little chance for them to gain satisfaction from the 
interaction. According to Comer et al.'s (1995) findings, female subordinates' 
performance could in fact be greatly enhanced if their managers "stimulate" them 
"intellectually". 
Individualised Consideration 
Traditionally, male managers are stereotyped as better, more 
competent and analytical managers while females arejudged to be more skilful in 
communication, more expressive/self-disclosing and better encoders/decoders of 
emotions (Callan & Noller 1987). In contrast to male managers, it is agreed that 
female managers can often bring a high relationship approach to managing 
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(Russell, Rush & Herd, 1988), which includes a willingness to listen, to seek 
participation, a wish to disclosure and greater concem about maintaining good 
interpersonal relationships. The percentage of women managers perceived as 
particularly effective listeners is found to be greater than the percentage of men 
(Brownell 1990). Moreover, it was found that leaders who use such considerate-
supportive style of relating and communicating with their employees tend to have 
happier subordinates (Yukl 1989) and leader consideration plays an important 
role in subordinate satisfaction (Petty & Lee 1975). 
Haccoun, Sallay & Haccoun (1978) found that among three 
supervisory styles (i.e. directive, rational and friendly), emotional and friendly 
style is the most preferred one. The style is perceived equally and highly 
favourably by both subordinate sex groups. In addition, satisfaction with and the 
rated effectiveness of this style are the same whether displayed by male or female 
supervisors (Bourantas & Papalexandris 1990). 
Dobbins & Platz (1986) also found that male and female leaders 
exhibit equal amounts of consideration and have equally satisfied subordinates. 
Male leaders are rated as more effective than female leaders, but only in 
laboratory settings. In field settings, leader sex does not influence effectiveness 
of leaders. 
Researches done by Schein (1973), Petty & Lee (1975) and Petty & 
Miles (1976), however, all suggested that consideration on the part of female 
supervisors is more positively correlated with subordinate job satisfaction than is 
z 
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consideration by male supervisors. Schein (1973) explained that this is due to the 
sex-role stereotypes which require women to maintain a feminine self-image and 
to be more considerate. Petty 8c Lee (1975) found that under different sex 
combinations, subordinates with supervisors higher in consideration (as 
compared with higher in initiating structure) display greater satisfaction with 
work. The relationship is significantly higher for subordinates with female 
supervisors. Petty & Miles (1976) also found that subordinates of either sex are 
significantly more satisfied with consideration behaviours on the part of female 
rather than male leaders and that female leader consideration behaviour is 
significantly more negatively correlated with subordinate propensity to leave, 
than is male leader consideration. 
Bartol & Butterfield (1976) found that identical leader behaviour is 
evaluated differently when the leader is male or female. Females are evaluated 
more favourably than males on consideration behaviour, especially when the 
evaluators are females. 
Rosen & Jerdee (1973), Callan (1993) and Comer et al. (1995), 
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however, had different findings. Rosen & Jerdee (1973) found that a friendly-
dependent style is rated more effectively for supervisors of either sex when used 
with subordinates of the opposite sex. This suggests that both males and females 
probably are expected to react more favourable to intimations of dependency 
coming from the opposite sex. 
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Callan (1993) found that male subordinates with female managers 
believe that they have more opportunities to initiate, disclose and discuss their 
opinions, although they perceive their female managers to be more dominant in 
discussions with them. This may be explained by the possibly sex-role 
stereotypes that describe women in middle management as highly motivated, 
aggressive, confident and competitive (Deaux & Lewis 1984). On the other 
hand, female subordinates believe that their managers allow them fewer 
opportunities for discussion, and on fewer occasions there is recognition oftheir 
opinions or opportunities for disclosure. The discrepancy in perceptions is most 
apparent in communications between female subordinates and female managers, 
especially those with task-oriented style of leadership. Callan (1993) explained 
that many effective female managers adopt a more masculine style of leadership, 
which can at times be judged quite negatively by female subordinates. Female 
subordinates also perceive male bosses who adopt a more task-oriented 
leadership style to be aggressive, competitive and less interested in the opinions 
of subordinates (Schein 1973), although male managers may in fact not behave 
this way at all towards their female subordinates. 
Study by Comer et al. (1995) also suggested that salesmen 
appreciated and are more satisfied with supervision by considerate female leaders 
while saleswomen seem indifferent to their female managers' considerate 
behaviour; although the style does not associated with enhanced performance. 
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Watson (1988) noted that males are especially receptive to women 
bosses who employ the considerate, problem-solving approach. Women who are 
encouraged to be considerate are more accepted by men, are more influential, are 
more well liked and are rated as being more in charge than women who enact a 
dominant approach. Women subordinates, on the other hand, give dominant 
female supervisors slightly higher ratings of effectiveness than considerate ones. 
However, women subordinates dislike their female bosses more than men do and 




In this study, we attempt to explore the relationship between the 
gender of a subordinate and his/her responsiveness to the leadership style of male 
and female managers in the government. The four components of 
transformational leadership (charisma, consideration, inspiration and intellectual 
stimulation) and the two components of transactional leadership (contingent 
rewards and management by exception) are used to examine the relationship 
between the subordinates' and the managers' genders and (1) the subordinates' 
satisfaction with the supervision of their managers and (2) the perceived 
effectiveness of their managers. We shall explore this issue by studying whether 
male and female subordinates in the government will respond differently to the 
leadership style adopted by male and female managers. In particular, we also 
examine whether there are differences in their degree of satisfaction and their 





We have focused our study on the management level of the Hong 
Kong Government. As the respondents were requested to describe the behaviour 
of their immediate supervisors, our sample included civil servants who were from 
one rank below the junior management to directorate level. In order to remove 
the effect of the male-dominated departments from the study, those in the 
disciplined services were excluded from the study. 
A total of 400 questionnaires was sent through the government 
despatch system to civil servants who were chosen randomly from the 
Government publicised "Staff List 1996”，with those working in the disciplined 
services excluded. The distribution of questionnaires sent to the various 
management levels were : directorate officers (7.5%), senior management 
(17.5%), middle management (25%), junior management (25%) and supporting 
staff to junior managers (25%). 
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A total of 106 questionnaires was returned, of which 104 (25.1% of 
the number sent) were usable. The sex dyads of the response are shown on the 
following page -
Sex of Sex of Number 
Respondent Supervisor ofResponses 
Female Male 22 
Female Female 24 
Male Male 31 
Male Female 27 
Of the 104 supervisors described by the respondents, 24 (23%) 
were at directorate level, 29 (27.9%) were at senior management level, 40 
(38.5%) were at middle management level and 11 (10.6%) were at junior 
management level. The average age of the respondents was 33.23 (from 23 to 51 
years old) and their tenure in their present posts was rather long, with over 55% 
in post for more than one year, about 30% between 6 months and one year and 
only 14% below 6 months. 
Measurement 
The instrument used for this study is the Multifactor Leadership 
Questionnaire (MLQ) (Bass and Avlio 1989) (Appendix 1), which was developed 
to assess subordinates ‘ perceptions of the transactional and transformational 
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leadership behaviour displayed by their immediate supervisor. The respondents 
were instructed to complete the questionnaires anonymously and retum them 
directly to the researchers, using the government's despatch system. 
The questionnaires instructed the subordinate respondents to judge 
how often their immediate supervisors displayed 73 items of leadership 
behaviour, using a 5-point scale: (1) frequently, if not always true; (2) fairly 
• often; (3) sometimes; (4) once in a while; and (5) not at all. Components of \ 
transactional and transformational leadership styles were measured by scaling the 
responses on a 5-point scale ranging from 0 point, f o r � � n o t at all" to 4 points, 
for ''frequently, if not always tme". Loading factors as developed in the MLQ 
(Bass 1989) were assigned for each item response. The item responses were 
summed to yield a score representing the respondents' perceptions of their 
supervisors ‘ leadership behaviour on each sub-scale, so that each supervisor 
received a score on each leadership component. 
Subordinates were also asked to rate the effectiveness of their work 
units and their supervisors in representing their units, meeting job-related needs 
of subordinates, and meeting organisational requirements. 5-point scaling was 
used with anchors ranging from not effective (0 point) to extremely effective (4 
points). Lastly, subordinates rated their overall satisfaction with their supervisors 
and their satisfaction with the method of leadership used by them were the right 
ones for the unit. Similarly, a 5-point scale was used that ranged from very 




The research questions are explored using correlation analysis, 
consistent with the procedures used by Pretty and Miles (1977) and Comer et al. 
(1995). For each transactional and transformational leadership component, zero-
order correlation coefficients are first reported followed by fifth-order partial 
correlation. The zero-order correlation shows the overall relationship between 
the respondents ‘ satisfaction and perceived effectiveness and the leadership 
behaviour displayed by their supervisors. The partial correlation examines the 
relationships in respect of each component with the effects of the five other 
components held constant. Because of the small sample size for individual sex 
dyads, a .05 significance level is adopted for sample size of 25 and above. A .1 
significance level is adopted for sample size smaller than 25. 
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CHAPTER 6 
RESULTS AND ANALYSIS 
Findings On Satisfaction and Leadership 
The first research question concerned the relationship between 
satisfaction with supervision expressed by male and female subordinates and 
their supervisors' leadership behaviour. 
The zero-order correlation coefficients are reported in Appendix 2. 
For female subordinates, all of the zero-order correlation coefficients between 
each transformational and transactional component and satisfaction with 
supervision were significantly and positively correlated irrespective of the sex of 
their supervisors. In each ease, the correlation in respect of all components was 
large, positive, and significantly different from zero. For those whose 
supervisors were male, charisma: r = .87 p< .001; consideration: r = .72 p < .001; 
inspiration: r = .74 p < .001; intellectual stimulation: r = .83 p <.001; 
management by exception: r = .54 p < .01; contingent rewards: r = .74 p < .001. 
For those whose supervisors are female, charisma: r = .81 p < .001; 
consideration: r = .76 p < .001; inspiration: r = .72 p < .001; intellectual 
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Stimulation: r = .75 p < .001; management by exception: r = .67 p < .001; 
contingent rewards: r = .73 p < .001. 
For male subordinates whose supervisors were male, the pattern 
was similar. All the correlation were positive and significant (charisma: r = .79 p 
< .001; consideration: r = .66 p < .001; inspiration: r = .69 p < .001; intellectual 
stimulation: r = .73 p < .001; management by exception: r = .50 p < .01; 
contingent rewards: r = .69 p < .001. For male subordinates whose supervisors 
are female, both transactional and three out of the four transformational 
correlation coefficients were positive and significant (charisma: r = .65 p < .01; 
consideration: r = .75 p < .001; intellectual stimulation: r = .64 p <.01; 
management by exception: r = .46 p < .1; contingent rewards: r = .68 p < .01. 
The exception was the correlation between satisfaction with supervision and 
inspiration which was not significant ( r = .35 p > .1). 
The fifth-order partial correlation coefficients are listed in 
Appendix 3. For female whose supervisors were female, only one of these 
coefficients remained statistically significant. This was for��char isma" ( r = .41 
p < .1). The findings for those whose supervisors were male was also similar 
(charisma: r = .40 p < .1). 
For male subordinates with male supervisors, ��charisma" was 
also positive and significantly different from zero ( r = .52 p < .01). However, 
they were indifferent to charismatic behaviour displayed by their female 
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supervisors ( r = .07 p > .1). On the other hand, there was a positive and 
significant correlation for��consideration" ( r = .46 p < .1). 
Discussion 
When all components of leadership were controlled, female 
subordinates in this study were satisfied with the charismatic leadership style 
irrespective of the sex of their supervisors. However, male subordinates 
preferred distinctly different leadership styles from their supervisors of different 
sexes. They were more satisfied with a charismatic leadership style when their 
supervisors were male and with a consideration style when they were female. 
i 
Charisma 
Our findings in this study suggest that the conclusion of Henien et 
al. (1975) that women do not prefer charismatic leadership style is no longer true. 
To the contrary, we find that charismatic leadership style is used extensively by 
female supervisors in the government and plays an important role in enhancing 
satisfaction of their subordinates, particularly female. 
The satisfaction expressed by female subordinates towards 
charismatic female supervisors supports the previous findings of Comer et al. 
(1995) that if charismatic style is adopted by female leaders, they will be more 
admired by female than by male subordinates. This may be explained by Bass 
(1985) that charismatic leaders are frequently viewed as role models (Bass 1985) 
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by their female subordinates. As the female subordinates consider their 
supervisors as a role model or a symbol of success, they will develop a feeling of 
attraction and admiration towards them hence gain greater satisfaction working 
with them. 
On the other hand, the findings in this study suggest that male 
subordinates are indifferent to the charismatic style of their female supervisors. 
This again lends support to the findings of Comer et al. (1995), which suggested 
that the male subordinates may be uncomfortable about identifying themselves 
with a female. This may also be explained by ��sex-role conflict" (Bartol & 
Wortman 1975 and Eagly, Makhijani & Klonsky 1992). When women carry out 
leadership in stereotypically masculine styles, they may be perceived to be in 
conflict with the traditional role of women and are hence devaluated relative to 
their male counterparts, especially when the evaluators are male. The findings in 
this study for male supervisors also support that the satisfaction of subordinates is 
i 
greater when the leadership style of the male supervisors conforms with their sex-
role. For subordinates of either sex, they are found to be most satisfied when 
charismatic behaviour is displayed by their male supervisors. 
Individualised Consideration 
The findings in this study echo that of many previous researches 
(Schein 1973; Pretty & Lee 1975; Pretty & Miles 1976) that consideration by 
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female supervisors is more positively correlated with subordinate satisfaction 
than is consideration by their male counterparts. Schein (1973) explained that 
this is due to the sex-role stereotype which requires women to maintain a 
feminine self-image and to be more considerate. Astrachan (1986) argued that 
men deal with women in power positions by casting them as helpfUl mothers or 
either sisters. Therefore, it is possible that male respondents in this study view 
their female supervisors as an extended family/social relationship and gain much 
satisfaction when they treat them with consideration. 
Rosen and Jerdee's (1973) suggested that an opposite sex effect 
may exist in satisfaction and subordinates are most satisfied with a considerate 
style from a manager of the opposite sex. However, this is not supported by the 
findings of this study. To the contrary, female respondents in this study are 
indifferent to the consideration by their supervisors, both male and female despite 
the fact that women are traditionally judged to be better decoders of emotions 
(Calhn&Nollerl987). 
The findings seem to support that of Comer et al. (1995) that 
women entering a male-dominated occupation tend not to value the traits which 
are associated with feminine. It may be further explained by Korabik (1990) that 
many female managers are becoming more and more androgynous, with 
traditionally feminine qualities and masculine task-oriented ones. Therefore in a 
certain way these androgynous female managers may behave more like men. 
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Findings On Perceived Effectiveness and Leadership 
The second research question concerned the relationship between 
the leadership behaviour and the performance effectiveness of supervisors as 
perceived by their subordinates. As in the case of the analysis on satisfaction, the 
zero-order correlation coefficients were compiled (see Appendix 4). For female 
subordinates, all zero-order correlation coefficients between each 
transformational and transactional components and perceived effectiveness of 
their supervisors were significantly and positively correlated regardless of the sex 
of their supervisors. In each case, the correlation coefficients in respect of all 
components were large, positive, and significantly different from zero. For those 
whose supervisors were male, charisma: r = .86 p< .001; consideration: r = .72 p 
< .001; inspiration: r = .72 p < .001; intellectual stimulation: r = .81 p <.001; 
management by exception: r = .49 p < .01; contingent rewards: r = .80 p < . 0 0 1 . , 
For those whose supervisors were female, charisma: r = .80 p < .001; 
consideration: r = .74 p < .001; inspiration: r = .69 p < .001; intellectual 
stimulation: r = .76 p <.001; management by exception: r 二 .64 p < .01; 
contingent rewards: r = .72 p < .001. 
For male subordinates whose supervisors were male, the pattem 
was similar. All the correlation were positive and significant (charisma: r = .75 p 
< .001; consideration: r = .64 p < .001; inspiration: r = .74 p < .001; intellectual 
stimulation: r = .70 p < .1; management by exception: r = .48 p < .01; contingent 
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rewards: r = .67 p < .001. For male subordinates whose supervisors were female, 
all transformational and one of the transactional correlation coefficients were 
positive and significant (charisma: r = .57 p < .01; consideration: r = .57 p < .01; 
inspiration: r = .41 p < .1; intellectual stimulation: r = .61 p < .01; contingent 
rewards: r = .42 p < .1). The exception was the correlation between perceived 
effectiveness and management by exception which was not significant ( r = .35 p 
>.1). 
Examination of the fifth-order partial correlation coefficients 
(Appendix 5) reveals that for female whose supervisors were female, only one of 
these coefficients retained its statistical significance. This was fo r��cha r i sma" ( 
r = .44 p < .1). The findings for those whose supervisors were male was also 
similar (charisma: r = .45 p < .1). However, none of the fifth-order correlation 
coefficients for male subordinates were significant. For male subordinates with 
male and female supervisors, the charismatic leadership components were found 
1 
to be positive and but insignificant in both cases ( r = 1 p > .1 for male 
supervisors and r = .18 p > .1 for female supervisors). 
Although the partial correlation coefficients for other components 
were insignificant, there existed some interesting patterns in the correlation for 
''contingent rewards". It was noted that the correlation coefficients for male 
supervisors were positive for both male ( r = .05 p > .1) and female subordinates ( 
r = .18 p > .1) while those for female supervisors were negative for both male ( r 
二 -.34 p > .1) and female subordinates (r = -.24 p > .3). 
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Discussion 
Examination of the fifth-order correlation suggested that the use of 
charismatic leadership style had a positive impact on their perceived 
effectiveness by female subordinates. On the other hand, the perceptions of male 
subordinates towards the effectiveness of their supervisors do not seem to be 
affected by the leadership styles adopted by their supervisors. 
Charisma 
Our study reveals that charismatic leadership behaviour will 
enhance the effectiveness of the supervisor/unit as perceived by female 
subordinates, but not male ones. The findings for female subordinates are the 
same as those for satisfaction with supervision as discussed above. This means a 
supervisor of either sex may increase the satisfaction and perceived effectiveness 
of a female subordinate by adopting charismatic leadership style. This finding is 
consistent with the results of the research done by Bartol and Wortman (1975), 
who found that there was a significant correlation between the productivity of a 
female subordinate and her level of satisfaction with female supervision but no 
correlation for a male subordinate of a female. 
However, our findings for male subordinates with female 
supervisors who used charismatic leadership style do not support those of Eagly, 
34 
Makhijani & Klonsky (1992). We found that male subordinates are indifferent 
to, rather than devaluate, the charismatic leadership style of their female leaders 
when assessing their effectiveness. 
Contingent Rewards 
ln this study, the relationship between ''contingent reward" 
leadership behaviour and effectiveness is not significant. However, it was found 
that the relationship for male and female supervisors were of opposite directions. 
When a male supervisor uses contingent rewards, the effectiveness will be 
enhanced. However, in the case of female supervisor, effectiveness will 
diminish. This is consistent with the research by Rosen & Jerdee (1973) that a 
reward style is rated more effective for male supervisors than for female ones and 
that leadership approach involving rewards is more appropriate and successful for 




The results of this study generally confirmed the hypothesis that the 
« 
sex of the manager affects how different managerial styles are evaluated. We 
also found that female supervisors were evaluated more favourably than their 
male counterparts when feminine leadership styles were used. This is consistent 
with the findings of Bartol & Butterfield (1976). The fact that identical 
leadership behaviour was evaluated differently depending upon whether the 
leader was male or female adds to the body of research findings (Rosen & Jerdee 
1973, Schien 1973) indicating that sex stereotypes of managers still exist 
nowadays. In this study, the results suggest that different standards are still being 
used to evaluate male and female managers when they use charismatic and 
consideration leadership styles. 
Our findings also lend support to the idea that the sex of the 
evaluator may influence the assessments of the leadership style. Therefore 
women managers should be more alert to the likelihood that the leadership styles 
that are well received by female subordinates may not be the same as those that 
spell satisfaction and success for males (Comer et al. 1995). As suggested by our 
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findings, female are most effective in managing female subordinates with a 
t 
masculine style, and male with a feminine one. Therefore, women managers 
need to be developed as androgynous managers to cope with the need of both. 
On the other hand, male managers are found most effective in managing 
subordinates ofboth sexes with the masculine charismatic leadership style. 
The findings of our study suggest that female subordinates are 
indifferent to consideration by their female managers. Should this be the case, it 
will be a great pity for female subordinates. It has been indicated that managers 
who favour individualised consideration frequently serve as mentors to their 
subordinates (Bass 1985). If the indifference to supervision by considerate 
female supervisors observed among the female subordinates in this study reflects 
a reluctance to accept another woman as mentors, they may be rejecting the 
efforts of the very people who are in the best position to help them in 
advancement. This is an important concern, since mentorship is critical to 
women's ability to rise in corporations fNoe 1988), and women often find it 
difficult to find male mentors (Goh 1991). 
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CHAPTER 8 
SCOPE FOR FURTHER STUDY 
The major limitation of this study stems from the small sample 
size, which makes it difficult to generalise the results. The small sample size also 
preclude the possibility of more sophisticated statistical analysis. Moreover, 
because the research is explanatory and the analysis correlational, nothing can be 
inferred about causality. 
In this study, the data on leadership behaviour of supervisors and 
effectiveness was assessed solely by the subordinates. As the analysis was 
performed on the perceptions of the subordinates, the result bound to be affected 
by biases in some degree. It is felt that the study may be improved by sending 
questionnaires to triads (i.e a supervisor of either sex plus two subordinates, one 
male and one female). If possible, objective data on the effectiveness of the 
supervisor and the subordinates may also be used for further study. 
However, our research has its own significance as it rightly points 
out a correlation exists between the transactional and transformational leadership 
styles and subordinates' satisfaction and their perceived effectiveness of their 
supervisors. It is suggested that further researches on the subject should involve 
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a larger sample size so that more sophisticated analysis (e.g regression, path 
analysis) can be performed. If time and resources allow, consideration may also 






Gender Difference in Leadership 
We are members of the Executive Officer grade and part-time 
students at the Chinese University ofHong Kong studying for a Master degree in 
Business Administration. In partial fulfilment of the requirements for the degree, 
we need to conduct a piece of research work. The topic that we have selected is 
the gender difference in leadership. We would study the effect of different 
leadership styles of supervisors on satisfaction of subordinates under different 
gender combination in the public sector of Hong Kong. 
In order to complete the research, we would be much grateful ifyou 
would kindly spare 15 minutes to fill in the enclosed questionnaire and mail it to 
us in the enclosed envelope, if possible before 22 March 1997. 
The questionnaire will be used for research purposes only and your 
responses will be kept strictly confidential. If you have any query, please contact 
us at the telephone numbers as shown below. 
Thank you for your support, without which this piece of research 






Information on yourself: Gender : Male ( ) 
Female ( ) 
Age : 
Rank : Directorate officer ( ) 
MPS Pt 45 - 49 or equivalent ( ) 
MPS Pt 34 - 44 or equivalent ( ) 
MPS Pt 28 - 33 or equivalent ( ) 
MPS Pt 17 - 27 or equivalent ( ) 
Directions 
Listed below are descriptive statements about superiors. For each statement we 
would like you to judge how frequently your current immediate superior (or 
another superior in your recent past whom you know better) has displayed the 
behaviour described. 
Use the following for the five possible responses. 
Key: A B C D E 
Frequently, Fairly Sometimes Once in Not 
if not always often a while at all 
When the item is irrelevant or does not apply, or where you are uncertain or don't 
know, please enter 'NA,. 
1. Makes me feel good to be around him/her. 
2. Makes me feel and act like a leader. 
3. Is satisfied when I meet the agreed-upon standards for good work. 
4. Makes me feel ready to sacrifice my own self-interests for the 
good of the group. 
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5. Makes me feel we can reach our goals without him/her if we have 
to. 
6. I earn credit with him/her by doing my job well. 
7. Assures me I can get what I personally want in exchange for my 
efforts. 
8. Makes me go beyond my own self-interests for the good of the 
group. 
9. Puts suggestions by the group into operation. 
10. Finds out what I want and tries to help me get it. 
11. You can count on hinVher to express his/her appreciation when 
you do a goodjob. 
12. Commands respect from everyone. 
13. I put all my effort into accomplishing each task as a consequence 
ofhis/her leadership. 
14. Because of him/her, I am less concerned about my own 
immediate needs and am concerned about our group reaching its 
objectives. 
15. Gives personal attention to members who seem neglected. 
16. Earns my esteem by helping me to get what I want. 
17. Is a model for me to follow. 
18. In my mind, he/she is a symbol of success and accomplishment. 
19. Has provided me with new ways of looking at things which used 
to be a puzzle for me. 
20. Is a good team player. 




22. I am ready to trust his capacity andjudgement to overcome any 
obstacle. 
23. Makes me concentrate on my self-interests rather than what is 
good for the group. 
24. Makes me do more than I expected I could do. 
25. Is content to let me continue doing myjob in the same way as 
always. 
26. Is an inspiration to us. 
27. Makes me proud to be associated with him/her. 
28. Lets me know how I am doing. 
29. Has a special gift of seeing what it is that really is important for 
me to consider. 
30. His/her ideas have forced me to rethink some of my own ideas 
which I had never questioned before. 
31. Makes clear what I can expect if my performance meets 
designated standards. 
32. Enables me to think about old problems in new ways. 
33. Is a dominant figure in our group. 
34. Makes me feel that as long as I do myjob satisfactorily I can 
expect to move ahead. 
35. Makes sure that payoffs for good subordinate performance are 
made as quickly as possible. 
37. Inspires loyalty to him/her. 
38. Increases my optimism for the future. 
39. Is inner-directed. 
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40. Inspires loyalty to the organisation. 
41 . I have complete faith in him/her. 
42. Excites us with his/her visions of what we may be able to 
accomplish if we work together. 
43. Treats each subordinate individually. 
44. Spends time talking about the purposes of our organisation. 
45. Arouses my awareness about what is really important. 
46. Accepts me for what I am as long as I do myjob. 
47. Is a father-figure to me. 
48. I decide what I want; he/she shows me how to get it. 
49. Sets standards for me which can be easily maintained. 
50. Encourages me to express my ideas and opinions. 
51. Motivates me to do more than I originally expected I would do. 
52. Heightens my motivation to succeed. 
53. Whenever I feel it necessary, I can negotiate with him/her about 
what I can get for what I accomplish. 
54. Asks no more of me than what is absolutely essential to get the 
work done. 
55. Provides means for me to communicate with others. 
56. Encourages me to put my free time to good use. 
57. Tends to spend his/her time 'putting out fires' rather than 
focusing on long-term considerations. 
58. Only tells me what I have to know to do myjob. 
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59. Gives us a vision of what needs to be done and depends on us to 
fill in the details. 
60. Encourages understanding of points of view of other members. 
61. As long as things are going all right he/she does not try to change 
anything. 
62. Gives me a sense of overall purpose. 
63. Tells me what I should do i f I want to be rewarded for my efforts. 
64. I cannot succeed in reaching our goals without hinVher. 
65. Gives me what I want in exchange for showing my support for 
him/her. 
66. Has a sense of mission which he/she transmits to me. 
67. Sees to it that my needs are met. 
68. Makes everyone around him/her enthusiastic about assignments. 
69. As long as the old ways work, he/she is satisfied with my 
performance. 
70. I model my own behaviour after his/hers. 
71., It is all right if I take initiatives but he/she does not encourage me 
to do so. 
72. There is a close agreement between what I am expected to put 
into the group effort and what I can get out of it. 
73. Without his/her vision of what lies ahead of us, we would find it 
difficult, if not impossible, to get very far. 




75. The level of the position of the person I am describing is 
A. Directorate officer 
B. MPS Pt. 45 - 49 or equivalent 
C. MPS Pt. 34 - 44 or equivalent 
D. MPS Pt. 28 - 33 or equivalent 
E. MPS Pt. 17 - 27 or equivalent 
76. How long have you worked with the person you are describing ？ 
A. Three months or less 
B. Over three but less than six months 
C. Over six months but less than one year 
D. Over one but less than two years 
E. Over two years 
For items 77 - 80 : 
A = extremely effective 
B = very effective 
C = effective 
D = only slightly effective 
E 二 not effective 
77. The overall work effectiveness of your unit can be classified as 
78. Compared to all other units you have ever known, how do you 
rate the unit's effectiveness ？ 
79. How effective is your superior in meeting thejob-related needs of 
the subordinates ？ 
80. How effective is your superior in meeting the requirements of the 
organisation ？ 
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For items 81 - 82 : 
A = very satisfied 
B = fairly satisfied 
C = neither satisfied nor dissatisfied 
D = somewhat dissatisfied 
E = very dissatisfied 
81. In all, how satisfied are or were you with your superior ？ 
82. In all, how satisfied are you that the methods of leadership used 
by your superior are or were the right ones for getting your 




Leadership Styles of Supervisors and 
Subordinates Satisfaction with Supervision 
(Zero-order Correlation Coefficients) 
Male Supervisor Female Supervisor 
Entire Male Female Male Female 
ea er ip Sample Subordinate Subordinate Subordinate Subordinate 
Component ^ 
(n = 104) (n = 31) (n = 27) (n = 22) (n = 24) 
Transformational Leadership: 
Charisma 1 ^ ~ ^ J m J ^ A I o ^ 
(p = 0.000) (p = 0.000) (p = 0.000) (p = .001) (p = 0.000) 
Consideration .7024 .6619 .7174 .7507 .7557 
(p 二 0.00(0 (P = 0.000) (p = 0.000) (p = 0.000) (p = 0.000) 
Inspiration .6468 .6944 .7444 .3467 .7164 
(p = 0.000) (p - 0.000) (p = 0.000) (p = .114) (p = 0.000) 
Intellectual .7396 .7316 .8299 .6417 .7513 
Stimulation (p = o.OOO) (p = 0.000) (p = 0.000) (p= .001 ) (p = 0.000) 
Transactional Leadership: 
Management .5362 4 ^ ^l354 .4589 J m 
by exception (p = o.OOO) (p = .004) (p = .004) (p = .032) (p = 0.000) 
Contingent .7127 .6929 .7358 .6755 .7298 
Rewards (p = 0.000) (p - 0.000) (p = 0.000) (p = .001) (p = 0.000) 
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Appendix 2 
Leadership Styles of Supervisors and 
Subordinates Satisfaction with Supervision 
(Fifth-order Correlation Coefficients) 
Male Supervisor Female Supervisor 
Leadership Entire Male Female Male Female 
Component Sample Subordinate Subordinate Subordinate Subordinate 
(n = 104) (n = 31) (n = 27) (n = 22) (n = 24) 
Transformational Leadership: 
Charisma .2116 ^ 5 ^ 4002 .0747 A m 
(p = .035) (p=.006) (p = .065) (p = .776) (p = .081) 
Consideration .0473 -.1400 .1292 .4563 .0125 
(p = .642) (p = .495) (p = .567) (p = .066) (p = .959) 
Inspiration .0462 -.1161 .2980 -.0002 .1508 
(p =.650) (p = .572) (p = .178) (p = .994) (p = .538) 
Intellectual -.1229 -.3474 -.1001 -.1948 -.3661 
Stimulation (p = .225) (p = .082) (p = .658) (p =.454) (p = .123) 
Transactional Leadership: 
Management -.1801 1 ^ -.1300 1 ^ -.2356 
by exception (p = .074) (p = .535) (p = .564) (p = .525) (p = .332) 
Contingent - .0279 -.3689 -.0726 -.2328 .0998 
Rewards (p = .784) (p = .064) (p = .748) (p = .369) (p = .684) 
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Appendix 2 
Leadership Styles of Supervisors and Perceived Effectiveness 
(Zero-order Correlation Coefficients) 
Male Supervisor Female Supervisor 
Leadership Entire Male Female Male Female 
Component Sample Subordinate Subordinate Subordinate Subordinate 
(n = 104) (n = 31) ( n = 27 ) (n = 22) ( n = 24) 
Transformational Leadership: 
Charisma ‘ 1 ^ ？ ^ ^ ^ ^ 
(p = 0.000) (p 二 0.000) (p = 0.000) (p = .005) (p = 0.000) 
Consideration .6860 .6378 .7223 .5659 .7445 
(p = 0.000) (p = 0.000) (p = 0.000) (p = .006) (p = 0.000) 
Inspiration .6572 .7351 .7151 .4066 .6922 
(p = 0.000) (p = 0.000) (p = 0.000) (P = .06) (p = 0.000) 
Intellectual .7346 .7009 .8114 .6062 .7570 
. Stimulation (p = o.OOO) (p = .080) (p = 0.00(0 (P = .003) (p = 0.000) 
Transactional Leadership: 
Management 4 ^ ^ ~ ~ ^ ^ ^ 
by exception (p = o.OOO) (p=.006) (p = .009) (p - .109) (p = .001) 
Contingent .6793 .6712 .7959 .4158 .7214 
Rewards (p = 0.000) (p = 0.000) (p = 0.000) (p = .054) (p = 0.000) 
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Appendix 2 
Leadership Styles of Supervisors and Perceived Effectiveness 
(Fifth-order Correlation Coefficients) 
Male Supervisor Female Supervisor 
Leadership Entire Male Female Male Female 
Component Sample Subordinate Subordinate Subordinate Subordinate 
(n = 104) (n = 31) ( n = 27 ) ( n = 22) ( n = 24) 
Transformational Leadership; 
Charisma 3 m 1 ^ A ^ T ^ ^4390 
(p = .001) (P = .329) (p = .035) (p = .500) (p = .060) 
Consideration .1253 .0739 .0479 .1424 -.1227 
(p = .217) (p = .720) (p = .832) (p = .586) (p = .617) 
Inspiration .1448 .2514 .2427 -.0750 -.2440 
(p -.153) (p = .215) (p=.276) (p=.775) (p = .314) 
Intellectual .0105 -.1299 -.3377 -.1791 -.2440 
Stimulation (p = .918) (p = .527) (p = .124) (p =.492) (p = .314) 
Transactional Leadership: 
Management -.1396 -.2726 -.3328 -.0871 -.0674 
by exception (p = ,i68) (p = .178) ( p - . 1 2 9 ) (p = .739) (p = .784) 
Contingent -.1516 .0544 .1803 -.3384 -.2412 
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